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What the Research Says

Student achievement is very highly correlated with
student poverty and race

* Schools with large concentrations of poor and minority
students are much more likely to have under-qualified
and novice teachers

* There is more teacher turnover in high-poverty, high-
minority schools

* Teachers are likely to move to schools that:
* Are closer to teacher’s home
* Have fewer minority and poor kids
* Have higher achievement



What the Research Says

40% of teachers who moved to a new school did so most
commonly for an opportunity for a better teaching
assignment

46% of all teachers leave the profession within 5 years of
entering it

Numerous studies have demonstrated that teachers improve
the most over the course of their first years in the classroom,
then level off in “effectiveness”

Study after study shows that a twenty-year teacher is no
more “effective” than a five-year teacher



What the Research Says

Equity Issues Within Schools

* Ninth grade students are more likely than their upper-grade
peers to be taught by inexperienced, uncertified teachers

* “Transition Shock”: Decline in academic performance after
transitioning to a new school; especially at the middle school
levels



The Assumption

* Getting more highly-qualified, “effective”
teachers into high-poverty, high-minority
schools should improve educational

opportunities for poor and minority

students



Contributors to Inequitable
Distribution

Figure 1. Contributors to Inequitable Distribution Across the Teacher Career Continuum

Migration and Attrition That Take High-Quality Teachers
Away From High-Need Schools and Classrooms

Inequitable Distribution of Teachers

*From TQ Research & Policy Brief - Ensuring Equitable Distribution of Teachers: Strategies for School, District, and State Leaders (February, 2010)




Conditions Affecting Equity

Achieving Equitable Distribution of Effective Teachers

Condition Possible Solutions Challenges to Possible Solutions Resources

Differentiation in Teacher Quality
(Mew Teachers, Experience,
Effectiveness, etc.)

Recruitment of Teachers at
Particular Schools

Retention of Teachers at
Particular Schools

TeacherShortages in Particular
Content Areas

(Mathematics, Physics, etc.)
Regardless of School
Leadership

{LEA and/or School)

Climate/Culture/Working
Conditions
(LEA and/or School)




Conditions Affecting Equity

Achieving Equitable Distribution of Effective Teachers

Condition Possible Solutions Challenges to Possible Solutions Resources

Differentiation in Teacher Quality | Example - Provide targeted Example - Evaluation system Example - AZ Framework for
(Mew Teachers, Experience, professional development doesn’t truly measure Measuring Educator Effectiveness;
Effectiveness, etc.) based on identified strengths/weaknesses to Title IIA Expenditure Guidance on
deficiencies guide/inform PD evaluation systems

Recruitment of Teachers at
Particular Schools

Retention of Teachers at
Particular Schools

TeacherShortages in Particular
Content Areas

(Mathematics, Physics, etc.)
Regardless of School
Leadership

{LEA and/or School)

Climate/Culture/Working
Conditions
(LEA and/or School)




Recruitment:
We Have Come A Long Way!!!

* | promise to abstain from dancing, immodest
dressing, and any other conduct unbecoming a
teacher and a lady.

| promise not to go out with any young man except as
it may be necessary to stimulate Sunday-school work.

* | promise not to fall in love, to become engaged, or
secretly married.

* | promise to sleep eight hours a night, eat carefully,
and to take every precaution to keep in the best
health and spirits, in order that | may be better able
to render efficient service to my pupils

-19t Century Hiring Criterion at One School District (Improving Teacher Quality, Sabrina Laine, 2011)



Recruitment Strategies

*Create incentives for earlier retirement and transfer
notification to allow for earlier hiring

*Know the position and how to detect a successful
candidate — Accurate job descriptions!!!!

*Consider who should be involved in the hiring process

*Expand the candidate pool through outreach activities,
advertising campaigns, job fairs, and grow-your-own
programs

House Bill 2011 - School districts are prohibited from
using tenure or seniority as a factor in determining
which teachers can be laid off, and do not have to honor
seniority when rehiring

*TQ Center: Teacher Hiring, Placement, and Assignment Practices —
http://www.tgsource.org/publications/Keylssue HiringPlacementAssignment.pdf



http://www.tqsource.org/publications/KeyIssue_HiringPlacementAssignment.pdf

Recruitment Resources

State of Arizona
Department of Ed:

Guidance-Title II-A Funding
R ment Stipends (ESEA, Section 2123)

al Education Agencies (LEA) may utilize Title II-A funds to offer recruitment stipends for initial hires
and/or district transfers who are oned to teach core academic subjects in which there exists a
documented shortage of highly qualified teachers within a school or LEA. or to achieve the “equitable
distribution of effective teachers™.

Recommendatio
Local governing board approval of recruitment stipend policies and procedures.
Recruitment stipends nust be tied to a documented need.

If the LEA chooses to pay recruitment stipends, they must be listed as a strategy or action step in
Goal 2 of the LEA Continuous Improvement Plan on ALEAT.
Clearly defined criterion indicating eligibs or the recruitment stipend that include:
¥ Initial Hires:
4 Content Competence (highly qualified) for all core academic positions
teach
Appropriately certified for all core academic positions a: ed to teach.

(Charter schools teachers are exempt from this requirement with the exception of
special education.)

Record of success in helping low-achieving students improve their academic
achievement. *

Tran: [

.,

4 Content Competenc
teach.

Appropriately certified for all core academic posi
schools teachers are exempt from this requirement with the exception of special
education.)

Record of success in helping low-achieving smdents improve their academic
achievement.

*Initial hires “new to the profession” are eligible for a recruitment stipend. See Retention Stipend
Guidance for further information regarding year 2.




Retention Strategies

Create a comprehensive induction system in which
mentoring and formative assessment are key components

Create a mentor training program and guide for mentors
and school leaders that includes topics such as distinctive
learning needs of novices, how to provide new teacher
supports, how to mentor new teachers, how to observe
teaching practice, and how to assess professional growth

Create diversified pay structures that reward quality
performance and retention (e.g. retention stipend)

Provide advancement and leadership opportunities for
teachers

TQ Center: Increasing Teacher Retention to Facilitate the Equitable Distribution of Effective Teachers
http://www.tgsource.org/publications/Keylssue TeacherRetention.pdf



http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf

Retention Resources

State of Ari
Department of Education

Guidance-Title II-A Funding
Retention Stipends (ESEA. Section 2123)
Local Education Agencies ) may utilize Title -A funds to offer stipends to promote retention of
ualified and appropriately certified core academic teachers who have a record of success in helping
g students improve their academic achievement, particularly students from economically
ed families, students from racial and ethnic minority groups. and students with disabilities.
Recommendations:
Local governing board approval of retention stipend policies and procedures.
v" Retention stipend will be paid after completion of the first day of school with students.
v Retention stipends range from 10 of the teacher’s base salary.
» Multiple measures to assess student growth.
ents of student learning may include: value-added or growth

lum-based tests, pre- 5 S s, oral presentation
istic or other projects”. [Arizona Framework for M ring Educ

Effectiven Definitions p. 5]

Formative and summative teacher evaluations indicating a “record of academic success” in
helping low achieving students improve their academic vement

If the LEA chooses to pay retention stipends. they must be listed as a strategy or action step in
Goal 2 of the LEA Continuous Improvement Plan on ALEAT.

Clearly defined criteria indicating eligibility for the retention stipend ( an LEA may require
that teachers pass a i : . using the HOUSSE rubric to determine Highly
Qualified Teacher status).

»  Minimal eligibility criteria:

Content Competence (highly qualified) for all core academic positi
assigned to teach.

Appropriately certified for all core academic positions assigned to teach.
Charter school teachers are exempt from this requirement with exception of
special education )

s in helping low-achieving students improve their academic
achievement.




Working Conditions

* Research indicates clear and significant
connections between teaching conditions and
student achievement and academic growth
(Hirsh, 2008)

* 32% percent of teachers who move to a new
school do so because of dissatisfaction with
workplace conditions (Luekens, 2004)

* Teachers associate positive working conditions
most strongly with: supportive school
leadership, a spirit of teamwork and
cooperation, and a positive and caring
atmosphere (Public Agenda, 2009)



Working Conditions Strategies

* Leadership is the key — for principals and teachers

* Create clear standards and expectations for positive
teaching and learning conditions

* Ensure the standards, guidance and accountability is in
place to ensure new that educators get what they need
to be successful

* Assess the quality of the teaching and learning
conditions in schools

* Develop the data infrastructures necessary to
warehouse and analyze data on teaching conditions
and integrate it into school improvement planning

Excerpt from New Teacher Center - http://www.nga.org/Files/pdf/0804HONORSTATESHIRSCH.PDF



http://www.nga.org/Files/pdf/0804HONORSTATESHIRSCH.PDF
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The Transition to Effectiveness
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Arizona Revised Statute
§ 15-203(A)(38)

The State Board of Education shall...”on or before December 15, 2011
adopt and maintain a model framework for a teacher and principal
evaluation instrument that includes quantitative data on student
academic progress that accounts for between thirty-three percent and
fifty per cent of the evaluation outcomes and best practices for
professional development and evaluator training. School districts and
charter schools shall use an instrument that meets the data
requirements established by the State Board of Education to annually

evaluate individual teachers and principals beginning in school year
2012 - 2013.”



Group A & Group B Teachers

* Group A Teachers: Teachers with available
classroom-level student achievement data that
are valid and reliable, aligned to Arizona’s
academic standards, and appropriate to
individual teachers” content areas.

* Group B Teachers: Teachers with limited or no
available classroom-level student achievement
data that are valid and reliable, aligned to
Arizona’s academic standards, and appropriate
to individual teachers’ content areas.



Framework for Teacher Evaluation
Instruments—Group “A”
O [peewe—

GROUP “A” Evaluation instruments
Teachers with shall provide for periodic
p | Y
available classroom observations of
classroom-level all teachers.
student

LEAs may develop their
own rubrics for this
portion of teacher

achievement data
that are valid and
reliable, aligned to

Arizona’s evaluations; however,
academic these rubrics shall be
standards, and based upon national
appropriate to standards, as approved by
individual the State Board of
teachers’” content Education.

areas )

Required
Teaching Performance

results shall account for

between 50 - 67% of
evaluation outcomes.




SAMPLE WEIGHTING GROUP “A”

* Sample 1:
® 33% Classroom-level data
® 17% School-level data
®  50% Teaching Performance

* Sample 2: =
® 50% Clas
¢ 50%Te

Sample 3:
® 33% Classro®
®  67% Teaching



Framework for Teacher Evaluation
Instruments—Group “B”

Classroom-level Data _ Teaching Performance

GROUP “B” District / School Level Evaluation instruments shall
(Teachers with Benchmark Assess- provide for periodic

limited or no ments, aligned with classroom observations of
available classroom-  Arizona State Standards all teachers.

level student e District/Charter-wide

achievement data Assessments, if available LEAs may develop their own
that are valid and e Other valid and reliable rubrics for this portion of
reliable, aligned to classroom-level data teacher evaluations;
Arizona’s academic however, these rubrics shall
standards, and If available, these data be based upon national
appropriate to shall be incorporated into standards, as approved by
individual teachers’ the evaluation instrument. the State Board of

content areas.) The sum of available Education.

classroom-level data and
school-level data shall
account for between 33%
and 50% of evaluation
outcomes.

Required
Teaching Performance

results shall account for
between 50 - 67% of
evaluation outcomes.




SAMPLE WEIGHTING GROUP “B”

%

* Sample 1:
®
®  33% School-level data
® 50% Teaching Performance

* Sample 2:
®  50% School-level da
® 50% Teaching P

Sample 3:
® 33% School-level dat
®  67% Teaching Performa



Framework for Principal Evaluation
Instruments

School-Level Data

e AIMS (aggregate school or
ALL PRINCIPALS  grade level results)

e Stanford 10 (aggregate
school or grade level results)

e District/School Level
Benchmark Assessments

e AP, IB Cambridge
International, ACT Quality
Core

e AZ LEARNS Profiles

e Other valid and reliable data

Required
School-level elements shall

account for at least 33% of
evaluation outcomes.




SAMPLE WEIGHTING PRINCIPAL EVALUATIONS

* Sample 1:
® 33% School-level data
®  17% System/School-level data
®  50% Instructional leadership

* Sample 2:
¢ 50%$%
e 50%In

Sample 3: _
® 33% Schooll
®  67% Instructi



Resources — Educator Evaluation

ng and adership atandarda am:lﬂ.l An._nna
i these ac onducted outside

sional development for evaluators on the
implementation =nd mter-rater relizbi

ed aszessments.

rdination of support for




Teacher and Principal Evaluation
Resources at ADE

* The Arizona Framework for Measuring Educator
Effectiveness can be found at:

http://www.ade.az.gov/stateboard/downloads/ArizonaFra
meworkforMeasuringEducatorEffectiveness.pdf

* Questions and feedback about the Arizona Framework for
Measuring Educator Effectiveness or other topics related to
teacher and principal can be emailed to:

EducatorEvaluation@azed.gov

* Stay Tuned! More detailed information is forthcoming ...


http://www.ade.az.gov/stateboard/downloads/ArizonaFrameworkforMeasuringEducatorEffectiveness.pdf
http://www.ade.az.gov/stateboard/downloads/ArizonaFrameworkforMeasuringEducatorEffectiveness.pdf
http://www.ade.az.gov/stateboard/downloads/ArizonaFrameworkforMeasuringEducatorEffectiveness.pdf
mailto:EducatorEvaluation@azed.gov

Quote from Arnie Duncan — April, 2011

“These are tough economic times. It can’t just be about more money; it’s got to
be about existing dollars. Let me ask you to guess. What do you think we as
a federal government spend each year on professional development, putting
out to states and districts? What’s your guess? Title || money, what do think
our budget is? ... We spend three billion. Three billion a year. | think that is
probably the least effective money we spend. | lose sleep on that every single
night. If | asked my good young teachers here how helpful, how productive is
their professional development, | don’t usually get a rounding, you know, set
of applause. So we are trying to really think through, given constrained
resources, three billion dollars. That’s what we spend. States, districts, schools
all spend additional; it’s probably five or six billion dollars. | think we’re
getting very little bang for our buck there and so we’re trying to think through
how can you use that money better to keep those good young teachers, who
don’t burn out, and get the classroom supports they need. So again, we have
to------ I’'m pushing you guys to challenge the status quo—we’ve got to look
internally. What can we put in place to try and ensure quality on that three
billion dollars spent. | don’t feel good about that right now.”

-Transcription from Newark Town Hall Meeting — April, 2011
www.ustream.tv/recorded/14157960



http://www.ustream.tv/recorded/14157960
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Resources — ALEAT Goal #2

Goal #2: By 2013, provide all students with to effective teachers and principals through equitable distribution
and high quality professional learning opportunities in order to close the achievement gaps.
**planning for Goal #2 should be developed across a three year span beginning with the 2010-2011 school year**

LEA SMART Goal: The LEA should c
ment. SMART goals mu tain all 5 elemen
achievable, realistic and time bound.

Required Strategies (The LEA m dr f the required stratey

Strategy #1- Equitable Distribution of Effective Teac
stematically monitors the highly qu : Iy 0 nd princ 0
that all core academ jects are taught by highly qualifi ctive teachers (see AD
under Goal #2 for guidance).

tudent demograp

ecruitment and Placement of Highly Qualified, Effe Teachers and Principals
The LEA successfully recruits highly qualified, effective teachers and principals and makes equitable ements in all
schoals, all ¢ ooms and all programs.

 that highly qualified, effective teachers and principals are
dents. Title II-A or other appropriate funds are usad to support

Needs Assessment
nent includes the following componel
a, SAl D: Recruitment Data, Retention Date, HQT C
er and Principal Ev: a. The LEA should document th
sive Needs Assessment (See ADE Resou

Reminder: Each LEA is expected to complete a Comprehensive Needs Assessment part of their Title If planning process
eeds Assessment-Title Il Comp " under Goal # guid:

Considerations in the development of Action Steps:

+  Review/revise the policies, procedures and pr: for tracking placement of highly qualified, effective teachers and
principals across the LEA, across/ within grades d within core : ontent areas
Does the LEA have activit
proxy indicators of effectiv roxy Ind
Does the LEA have written polici es, ocesses that support the

te - conte achers highly qualified at the time of hir
Does the LEA have t e teachers/princi in identified areas of need?
Consider the




Resources — Proxy Indicators

Arizona Department of Education

Achieving Equity in Teacher Distribution

Achieving Equity in Teacher Distribu

I. School Indicators

School Title | Status

Principal Total Ye
of Experience

at Current School
lity of School
Programs

Standar

A nent
Inventory [SAl)
Equity Standard

SAl Leadership
Standard

SAl Quality Teaching
Standard

The total number of ye:
counted as 1 year.

Advanced Placement (AP): AP is 2 program that offers college level and rigorous courses
for high school students.
Advancement via Individual Determination (AVID): AVID i

Concurrent Enrollment {CE): Concurrent Enrollment
idents can enroll in a college/uni

that course.

Career & Technical Education (CTE): CTE program in grades 7-12 to prepare students

for workforce success and continuous learning.

Dual Enrollment (DE): Dual Enrollment is a program where high school students

simultaneously & receive both high

a program where high school
ty course and earn college/university credit for

enroll in a high school & college cour
college «
International Baccalaureate (IB): 1B is an int

it for that course.
ationally acceptable univ
tion program offered at high schoo

Professional Development Standards.
Equity Standard Questions:

24, At our school, we adjust instruction and
learners.

nent to meet the needs of diverse

ps between teachers and students.
ers receive training on curriculum and instruction for students at different lev
of learning.
Leadership Standard Questions:
1. Our principal belie cher le: tial for achieving ou
ed to providing teachers with opportuniti
. observations, feedback, collaborating with colleagu

hool go
s to improve
instruction (e
45. Our principal fosters a school culture that is focused on instruc
Quality Teaching Standard Questions:
17. The professional development that | part
Twill u
25. We
60. Our administratol
learning.

onal improvement.

pate in models instructional strategies that

rs in conversations about instruction and




Resources — School Fast Facts

School Fast Facts Sheet - School Year 2009-2010

DISTRICT: Tucson Unified District SCHOOL: SAMPLE Middle School

School Information Content Competency (HQ) Criterion for Core Academic Positions
Title | Status: Targeted Assistance T T e S s T G o T
AYP Determination: Not Met Number Percent
Percent Free/Reduced: 67 Not Highly Qualified: 4 11%
Number of SEI Classrooms: 4 Highly Qualified jsetiee beiow: 33 89%
Principal Experience AEPA (pigarous Stte Exam: 17 46%
Total Years: 4 24 Sem. Hrs./Major or Advanced Degree: 5 14%

Years at Current School: 4 HOUSSE (Grandfathered in on experience & limited content coursewark) 11 30%
Other: 0 0%

Standards Assessment Inventory (Leadership Standard)
SAlis a 60 item electronic survey to assess staff perceptions of the level of implementation in Core Academic Teacher Information
their school of the NSDC Professional Development Standards. There are 5 gquestions for each of . B
the 12 NSDC standards. The average Leadership Standard score below is on a scale from 0 Number of Core Academic Teachers: 27
(never) to 4 (always). The questions are: Bachelor’s: 16
1. Cur principal believes teacher learning is essential for achieving our school goals. Master’s: 11

10. Cur principal's decisions on school-wide issues and practices are influenced by faculty input. Doctorate: 0

18. Cur principal is committed to providing teachers with opportunities to improve instruction. Teacher Absences “:a“ Semester, ZODQ]

45_ Qur principal fosters a schoel culture that is focused on instructional improvement. Otod Days: 15

48. I would use the word, empowering, to describe my principal. 5to9 Days:

Leadership Standard Avg. Score: | 2.4 | 10 to 14 Days:
2010 AIMS Data (Percent Meeting/Exceeding) More than 14 Days: 0%

Grade Math Reading Writing Science Years of Experience (Total)
3 0to 3 Years: 37%

4" 4106 Years: 11%

5™ 7 to 10 Years: 4 15%

6" More than 10 Years: 37%

7" Years at Current School*

g 0to 3 Years: 26%
2012 (10™) 4to 6 Years: 19%
2011 (11™) 7 to 10 Years: 22%
2010 (12™) More than 10 Years: 9 33%

Retention data were not collected in 57 09-10. Data collectec in 57 10-11 were used for teachers teaching at the school in 57 09-10.

Student Population Based on October 1%, 2009 Enroliment
Female Asian African American Hispanic Native American White Total
N % % N % N % N % N % N
243 44 3 64 12 212 39 * * 251 46 548

Arizona Dept. of Education School Fast Facts




Resources — Title Il Expenditures

Guidance on Expenditure of Title I-A Funds
SY 2011-2012
Title Il expenditures must address the equitable yution of highly qualified, effective teachers and the LEA
ontinuous Improvement Plan (CIP).
All core content teachers must be highly qualified > of hire by the LEA
LEA.

Recruitment of H
Guidance:
Use of recruitment stipends to initial hires and district transfers who are assigned to teach core
academic subj n which thei ad ortage of highly qualified teachers within a school or
LEA, or to achieve the “equitable distnbution of effective teachers™.
itment fees for Teach for America or Arizona Teaching Fellows are allowable Title Il expens
ment website fees are an allowable expense.
Job fair registration fees are an allowable expense.
|/per diem must adhere to the appro tate rate.
Salary and benefits for recruiters are NOT an allowable expense.
rtification fe
Retention of HQ Te
Guida
. etention sti s e the retenti ig fied and appropriately certified core academic
teachers who have a record of success in helping low-achieving students improve their academic
ach ment, particularly students from economically disadvantaged families, students from remedial and
ethnic mlnorlty groups, and students with disabiliti
end for pnn(l if lhpv h’qu 100% of their punmuns stzﬁf-d by hlqh\v quzllﬁed
firs

= s reasonable,
appropriate and in alignment with the LEA Continuous Improv
Teacher r rsement for AEF‘A1 ly qualified is permitted in order to
i ons that the LEA determines will be
st for an AEPA exam is

s

» Tutering/study mate

» Reimburse for Test Preparation Seminz

» Limited coursework in content area to prep for test.
Tuition reimbursement for coursework to become highly qualified is permitted in order to build capacity in the
LEA is appropriate |f an AEPA exam f(-r tha :Untent area d(nes not e ’t

w Your Own- Core Academic paraprofe:
Relmbumprm:nt of f o participate in National Board Certification is an allowable expense.
Title Il funds may NOT be used to get a teacher appropriately cerified.
Professional Development
Guidance:
lopment must meet National Staff Development Council Standards (N A
s of Title Il funding must be detailed in the application and on a needs
nal development
er diem must adhere to the appro :
pplies for professional development should be broken out separately from general
ntr-nale on the consolidated application.
i ep on ALEAT tied to Readin
y ified, Effective Teachers & Principals Goal #2.
ties must be descnbed in an Action Step on ALEAT tied to Reading/LA
ncy or the Highly ed, Effective Teachers & Principals Goal #2.
Funds f:)r substitute teachers and teacher stipends to provide training must be an Action & on ALEAT tied
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Conditions Affecting Equity

Achieving Equitable Distribution of Effective Teachers

Condition Possible Solutions Challenges to Possible Solutions Resources

Differentiation in Teacher Quality
(Mew Teachers, Experience,
Effectiveness, etc.)

Recruitment of Teachers at
Particular Schools

Retention of Teachers at
Particular Schools

TeacherShortages in Particular
Content Areas

(Mathematics, Physics, etc.)
Regardless of School
Leadership

{LEA and/or School)

Climate/Culture/Working
Conditions
(LEA and/or School)




Additional Resource Links

e TQ Center (National Comprehensive Center for Teacher Quality)
http://www.tgsource.org/

e Insuring The Equitable Distribution of Teachers: Strategies for School, District, and State Leaders
http://www.tgsource.org/publications/EnsuringEquitableDistributionTeachers.pdf

e America’s Opportunity: Teacher Effectiveness and Equity in K-12 Classrooms
http://www.tgsource.org/publications/2009TQBiennial/2009BiennialReport.pdf

e Key Issue: Increasing Teacher Retention to Facilitate the Equitable Distribution of Effective Teachers
http://www.tgsource.org/publications/Keylssue TeacherRetention.pdf

e The Distribution of Highly Qualified, Experienced Teachers: Challenges and Opportunities. (TQ Research &
Policy Brief)
http://www.tgsource.org/publications/August2009Brief.pdf

e Teacher Recruitment: Staffing Classrooms with Quality Teachers
http://www.nga.org/Files/pdf/RECRUITMENT.pdf

e Improving the Distribution of Teachers in Low-Performing High Schools
http://www.all4ed.org/files/TeachDist PolicyBrief.pdf

e Addressing the Teacher Qualification Gap
http://www.americanprogress.org/issues/2008/11/pdf/teacher qualification gap.pdf



http://www.tqsource.org/
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/KeyIssue_TeacherRetention.pdf
http://www.tqsource.org/publications/August2009Brief.pdf
http://www.nga.org/Files/pdf/RECRUITMENT.pdf
http://www.all4ed.org/files/TeachDist_PolicyBrief.pdf
http://www.americanprogress.org/issues/2008/11/pdf/teacher_qualification_gap.pdf

Contact Information

-

Patty Hardy, Effective Teachers and Leaders
Director: patty.hardy@azed.gov

Marilyn Gardner, Effective Teachers and Leaders
LEA Specialist: marilyn.gardner@azed.gov

Rosemary Gaona, Effective Teachers and
Leaders LEA Specialist:
rosemary.gaona@azed.gov

Todd Petersen, Effective Teachers and Leaders
Data Specialist: todd.petersen@azed.gov

OR call 602-364-1842


mailto:patty.hardy@azed.gov
mailto:marilyn.gardner@azed.gov
mailto:rosemary.gaona@azed.gov
mailto:todd.petersen@azed.gov

